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This study wants to examine effects of job insecurity on several work-related
outcomes (perceived work-related symptoms, job satisfaction, and turnover intentions)
by developing a moderated mediation model. The model emphasizes the role played
by the quality of leader–member exchange (LMX) in mediating the relation between
perceived job insecurity and outcomes related to work, and the moderating role of
perceived organizational support (POS) in influencing the mediation. Survey data from
510 workers at Italian organizations were collected, and regression was used to evaluate
the hypotheses. After age, gender, education, and organizational tenure were controlled,
results showed that perceived quality of LMX carried the effect of job insecurity on all
outcomes, and that this relationship was stronger for employees who reported higher
levels of POS. This study makes important theoretical and practical contributions to
job insecurity, LMX, and POS research, underlining the importance of promoting the
leader–member relationship’s quality in an ethical and supportive work environment.
Keywords: job insecurity, leader–member exchange, organizational support, perceived health, work-related
symptoms, job satisfaction, turnover intentions
INTRODUCTION
An increasing body of research focusing on the associations between types of contract and negative
psychological responses has emphasized the relation between job insecurity, health, and different
work outcomes, such as well-being conditions (Benavides et al., 2000; Virtanen et al., 2002; Yas¸lıog˘lu
et al., 2013; Griep et al., 2015). Job insecurity is a psychosocial risk associated with adverse impacts
for both the worker and the organizational context. It has serious consequences for employees and
is associated with the intent to leave the organization (Vander Elst et al., 2014; Probst et al., 2018). A
meta-analysis on job insecurity outcomes showed that job insecurity has negative effects on several
job and organizational attitudes and health (Sverke et al., 2002).
However, we cannot automatically infer that job insecurity directly relates to several
work-related outcomes. For example, De Witte (2005), while emphasizing the effect that job
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insecurity has, i.e., on well-being, also underlines that among
other psychological risks or job demands, job insecurity did
not, however, represent the most troublesome factor. Also, Loi
et al. (2011) showed that job insecurity did not seem to have a
significant effect on performance, while Cheng and Chan (2008)
found a significant negative association between insecurity and
impaired performance. As such, research is needed to determine
the conditions under which this occurs.
One specific concern about the effect of insecurity on
work outcomes is the effect of job insecurity on supervisor–
employee relationship. Researchers showed that leader–member
exchange (LMX) may have an important role in worker well-
being, job satisfaction, and turnover intentions (Griffeth et al.,
2000; Lapierre and Hackett, 2007; Volmer et al., 2011), but
what is needed is a deeper understanding of how social
exchange elements and relationships (i.e., LMX) may intervene
in the effect of job insecurity to work-related outcomes
(Flickinger et al., 2016).
Further, studies have also shown that when the
employee–organization relationship is undermined by
distrust and lack of support, workers are more likely to feel
unsatisfied about their occupation and consider leaving (e.g.,
Dulebohn et al., 2012).
In line with this, the present contribution aims to underline
the effect of job insecurity on several work-related outcomes
(perceived work-related symptoms, job satisfaction, and
turnover intentions), by developing a moderated mediation
model. The model emphasizes the mediating role of the
quality of LMX underpinning the association between
job insecurity and work outcomes, and the moderating
role of organizational support in influencing the mediation
(see Figure 1).
Precisely, we suggest that LMX quality mediates the
influence of insecurity on work-related outcomes. Second,
we acknowledge that the strength of perceived organizational
support (POS), as a contextual variable, has the potential
to intensify the effect of LMX on work outcomes. We
hypothesize that low levels of LMX quality following high
levels of job insecurity will result in low job satisfaction, low
perceived health, and high turnover intentions. Hence, we
suggest that the influence of LMX on work outcomes will be
greater for workers with higher POS levels, compared with
those with lower POS.
FIGURE 1 | Proposed model for investigating the relationships among job
insecurity, leader–member exchange, perceived organizational support, and
perceived work-related symptoms, job satisfaction, and turnover intentions.
THEORETICAL BACKGROUND AND
HYPOTHESES
The Role of Leader–Member Exchange in
Mediating the Relationship Between Job
Insecurity and Work-Related Outcomes
Insecure workers are characterized by low levels of occupational
health (Virtanen et al., 2002) and are subject to stronger exposure
or show higher vulnerability to stress (Hall, 2006; Yas¸lıog˘lu et al.,
2013), reduced organizational commitment (Sverke et al., 2002),
and job satisfaction (De Witte and Näswall, 2003; Reisel et al.,
2010). Job insecurity is assumed to have harmful consequences
for workers as well as organizations, since it has a significant
impact on workers’ stress and on the intention to leave (De Witte
et al., 2010; Vander Elst et al., 2014; Probst et al., 2018).
An increasing amount of research has focused on the costs
of job insecurity in the long term for well-being (Hellgren and
Sverke, 2003; De Witte, 2005; Vander Elst et al., 2014). Researches
indicate that job insecurity explains variations over time in both
job satisfaction and physical pains. Extended periods of job
insecurity decrease job satisfaction and well-being and increase
physical symptomatology (Heaney et al., 1994; Hellgren and
Sverke, 2003; Reisel et al., 2010).
Following De Cuyper and De Witte’s (2007) study, it may be
argued that job insecurity can be considered as a violation of the
psychological contract, which negatively affects job satisfaction
and organizational commitment.
The LMX model (Graen and Uhl-Bien, 1995; Gerstner and
Day, 1997) posits that each leader–follower dyadic pair develops
relationships characterized by uniqueness, and that high-quality
LMX relationships are beneficial to the follower in terms of
mutual support, trust, and decision-making discretion.
Prior literature suggests that temporary employment
discourages workers’ organizational commitment and loyalty
(Zeytinoglu and Cooke, 2005; De Cuyper et al., 2008);
also, followers’ perceptions of LMX positively influence job
satisfaction, well-being, and health, and negatively intention to
turnover (e.g., Dulebohn et al., 2012). Job insecurity may also
threaten the exchanges other than the worker–organization
relationship, so that it could be viewed as a discrepancy in
the social exchange (Shoss, 2017). Additionally, LMX is more
effective when workers perceive less security at work (Loi et al.,
2011). Generally speaking, Dulebohn et al. (2012) showed
that LMX is an important mediator involved in the relation
between various antecedents and outcomes, appearing to bridge
their association.
According to this, we hypothesize that:
H1: LMX quality mediates the relationship between job
insecurity and (a) work-related symptoms, (b) job satisfaction,
and (c) intention to turnover.
Moderating Role of Organizational
Support
As Joelson and Wahlquist (1987) pointed out, job insecurity
has a harmful impact on well-being and job satisfaction because
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of unpredictability and uncontrollability. First, job insecurity is
related to unexpectedness, since what will occur is uncertain,
making it problematic to respond and act in a proper way.
Also, unpredictability implies the inability to control the threats
(De Witte, 1999).
Given that organizational support facilitates adaptation
in transitions, by providing the employees with help against
psychological consequences of job loss (i.e., Schlossberg and
Leibowitz, 1980), one can expect that positive organizational
support may help workers to cope with uncertainty, also
promoting organizational commitment although under
conditions of high job insecurity (Di Stefano et al., 2018;
Venza and Cascio, 2019).
Perceived organizational support (Eisenberger et al., 1986)
is the worker’s perception of how the organization cares
about employees’ expectations and needs, appreciates their
contributions, is willing to help, supporting, and rewarding.
While LMX refers to social exchanges with supervisors, POS
refers to social exchanges with the organization (e.g., Settoon
et al., 1996; Wayne et al., 1997). Since workers who have access
to high quality exchanges with their organization (i.e., perceive
higher organizational support) should benefit to a greater extent
from high LMX quality, one may argue that high LMX employees
should be more satisfied, and even less prone to turnover
intentions if they have high, as opposed to low, POS (Erdogan and
Enders, 2007). POS should increase the strength of the LMX-job
satisfaction relationship. So, we hypothesize the following:
H2: POS moderates the strength of the relationship between
the LMX quality and (a) work-related symptoms, (b) job
satisfaction, and (c) intention to turnover, such that the
relationship is weaker when POS is high rather than low.
H3: POSmoderates the strength of the indirect relationship of job
insecurity with (a) work-related symptoms, (b) job satisfaction,
and (c) intention to turnover via LMX, such that the mediated
relationship is weaker when POS is low than under high.
MATERIALS AND METHODS
Sample and Procedure
Participants were 510 employees (45.1% were females) from four
mobile services call centers located in Italy. These organizations
regularly survey employees about their well-being and perceived
working conditions, while a committee discusses results to
consider proposals for organizational development. Data for
the present research came from one of these comprehensive
surveys. All employees received e-mail providing detailed
information regarding research, the requirements for inclusion,
the link to survey, and the assurance of confidentiality. In
order to reduce common method bias (Podsakoff et al., 2003),
the survey did not request any personal information, and
the order of item presentation was counterbalanced across
the respondents.
Age ranged between 21 and 59 years, with an
age of 31.88 years on average (SD = 11.57), and the
average job tenure was 10.97 years (SD = 8.12). As for
educational qualification, the largest part (72.8%) had a
high school diploma.
Measures
Job Insecurity
Perceived job insecurity was assessed by five items adopted from
Job Content Questionnaire (Karasek et al., 1998). Sample items
included “My job is secure.” Respondents specified their extent of
agreement on a four-point Likert scale, ranging from 1 (“Strongly
disagree”) to 4 (“Strongly agree”) and were re-coded so that more
agreement corresponds to more job insecurity perception. The
coefficient alpha was 0.84.
Leader–Member Exchange
Quality of working leader–follower relationships was assessed
by the seven-item LMX-7 questionnaire (Graen and Uhl-
Bien, 1995). Sample items included “How well does your
leader recognize your potential?” Participants provided their
responses using five-point scales, each of which is different
from one item to another (1 = “Rarely,” 5 = “Very often,” or
1 = “None” to 5 = “Very high”). Higher scores represent a higher
quality exchange between the supervisor and the employee. The
coefficient alpha was 0.96.
Perceived Organizational Support
Organizational support was assessed by the short version (eight
items) of the POS scale from Eisenberger et al. (1986, 1997),
and Muse and Stamper (2007). Sample items included “The
organization takes pride in my accomplishments at work.”
Responses were recorded on a five-point agreement scale, ranging
from 1 (“Strongly disagree”) to 5 (“Strongly agree”). Higher scores
represent a higher perceived support from the organization. The
coefficient alpha was 0.98.
Perceived Work-Related Symptoms
Perceived work-related symptoms were measured with
Multidimensional Organizational Health Questionnaire’s
list of eight psychosomatic symptoms (Avallone and Paplomatas,
2005). Respondents were asked to evaluate how frequently
over the past 6 months they perceived several symptoms,
using a four-point Likert scale ranging from 1 (“Never”)
to 4 (“Often”), and then assessing what percentage they
attribute these disorders to the work performed. Sample
items included “In the last 6 months, how often have you
perceived. . . Muscle and joint pains?” Higher scores represent
a larger amount of perceived symptoms related to work. The
coefficient alpha was 0.92.
Job Satisfaction
Job satisfaction was assessed using the three-item measure of
global job satisfaction proposed by Cammann et al. (1983)
and Bowling and Hammond (2008). An example item is “All
in all I am satisfied with my job.” The measure uses a five-
point Likert scale from 1 (“Strongly disagree”) to 5 (“Strongly
agree”). Higher scores represent a higher job satisfaction. The
coefficient alpha was 0.91.
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Turnover Intentions
Intention to quit the job was measured with Mobley et al.’s (1978)
three-item measure of intention to quit. An example item is “As
soon as possible, I would leave this organization.” The scale uses
a five-point Likert scale, ranging from 1 (“Very unlikely”) to 5
(“Certain”). High scores reflect high turnover intentions. The
coefficient alpha was 0.92.
Data Analysis
Before proceeding with the analyses of the hypothesized relations
between variables, several confirmatory factor analyses (CFAs)
were performed using the maximum likelihood estimation
method in AMOS 20 (Arbuckle, 2011) to examine the
distinctiveness of the latent variables and examine the existence
of common method bias and alternative model specifications
(Podsakoff et al., 2003). First, a measurement model was
examined including six latent variables: job insecurity, LMX,
POS, work-related symptoms, job satisfaction, and turnover
intentions, using scale items as observed indicators explained
by the latent factors and allowing the factors to correlate which
each other. Next, the hypothesized model with six correlated
factors was compared to other alternative models: a model with
three correlated factors that integrates job insecurity, LMX,
and POS items into one dimension, and specifies outcomes
as separate constructs; a three-correlated factor model that
specifies job insecurity, LMX, and POS as separates constructs,
and integrates all item outcomes into one dimension; a single
overall latent factor model, underlying all the items designed for
the questionnaire. Due to the number of items measured for
some constructs, partial disaggregation technique was used by
combining items into composites in order to reduce higher levels
of random error; hence, items that relate to job insecurity, LMX,
POS, and perceived work-related symptoms were combined to
create two composite indicators of each construct instead of
several single-item indicators.
Hypotheses were tested with Model 4 and Model 14 of
Hayes’ (2013) SPSS macro PROCESS for estimating moderated
mediation effects, following the approach described in Preacher
et al. (2007) and Hayes (2018). Model 4 was used to test the
mediating role (H1) of LMX along with the direct relationship
between job insecurity and work-related outcomes. Model 14
was used to simultaneously test whether the POS moderated
the relationship between LMX and work-related outcomes
(moderator hypothesis, H2), and if the indirect path was
moderated by POS (moderated mediation hypothesis, H3).
The macro PROCESS uses bootstrapping (n = 5000) to
estimate unstandardized coefficients and biased corrected
confidence intervals (CIs) to assess results in a single step. Age,
gender, education, and organizational tenure were inserted as
control variables.
RESULTS
Measurement Models
Confirmatory factor analyses provided support for the
hypothesized six-correlated-factor model; results indicate
acceptable model fit to the data (see Table 1). This model
provided better statistical significance compared with the
alternative model in which all predictor items are loaded
onto a single factor [1χ2 (9) = 2142.467, p < 0.001]; the fit
indexes were also better than the fit from the model in which
work-related outcomes items are loaded onto a single factor
[1χ2 (9) = 714.918, p < 0.001]; and better than single overall
latent factor model [1χ2 (15) = 3433.063, p < 0.001]. Thus,
the results of alternative CFA models provided evidence of
construct independence.
Descriptive Statistics
The means, standard deviations, intercorrelations, and
reliabilities for all the variables in this study can be seen in
Table 2.
As shown in Table 2, the intercorrelations showed, first,
that control variables were uncorrelated, in most cases, with
the constructs; only education was weakly correlated with
work-related symptoms (r = 0.12), and organizational tenure was
weakly correlated with work-related symptoms (r = 0.29), job
satisfaction (r = −0.25), and turnover intentions (r = −0.16).
Second, job insecurity correlated with work-related outcomes:
it showed a moderate positive correlation with work-related
symptoms (r = 0.41) and turnover intentions (r = 0.54), and a
moderate negative correlation with job satisfaction (r = −0.50);
also, it was moderately and negatively correlated with LMX
(r = −0.41) and strongly and negatively correlated with POS
(r = −0.73). Mediator variable, i.e., LMX, correlated moderately
and negatively with work-related symptoms (r = −0.52)
and turnover intentions (r = −0.59), and moderately and
positively with job satisfaction (r = 0.57), and with the
moderator variable (i.e., organizational support: r = 0.39).
Last, organizational support moderately correlated with all
TABLE 1 | Fit statistics for measurement model comparison.
χ2 df CFI TLI RMSEA [90% CI] SRMR χ2diff
(model comparison)
1 Six-factor model 112.256* 39 0.988 0.980 0.061 0.048–0.074 0.016
2 Three-factor model (predictors)a 2254.723* 48 0.651 0.520 0.301 0.290–0.311 0.235 2142.467* (2vs.1)
3 Three-factor model (outcomes)b 827.174* 48 0.877 0.830 0.179 0.168–0.189 0.083 714.918* (3vs.1)
4 One-factor model 3545.319* 54 0.447 0.325 0.356 0.346–0.366 0.178 3433.063* (4vs.1)
N = 510. aJob insecurity, leader–member exchange, and perceived organizational support as one factor. bPerceived work-related symptoms, job satisfaction, and turnover
intentions as one factor. *p < 0.001.
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TABLE 2 | Descriptive statistics and intercorrelations among the study variables.
Mean SD 1 2 3 4 5 6 7 8 9
Control variables
1 Age 31.88 11.57 −
2 Gendera 1.45 0.50 −0.04 −
3 Educationb 2.39 0.71 0.27* 0.02 −
4 Tenure 10.97 8.12 0.49* −0.01 0.30*
Predictor variable
5 Job insecurity 3.26 0.59 −0.04 0.03 −0.01 0.00 −
Mediator variable
6 Leader–member exchange 2.92 0.74 0.08 −0.03 0.04 0.00 −0.41* −
Moderator variable
7 Organizational support 2.25 1.29 0.03 −0.05 −0.04 −0.02 −0.73* 0.39* −
Outcome variables
8 Work-related symptoms 1.87 1.35 0.07 −0.01 0.12* 0.29* 0.41* −0.52* −0.45* −
9 Job satisfaction 2.78 1.20 −0.12* −0.06 −0.04 −0.25* −0.50* 0.57* 0.50* −0.83* –
10 Turnover intention 3.73 1.07 −0.12* 0.03 0.03 −0.16* 0.54* −0.59* −0.56* 0.62* −0.62*
N = 510. a1 = male, 2 = female; bfrom 1 = “middle school graduation” to 5 = “postgraduate qualification.” *p < 0.01.
three outcomes, i.e., negatively with work-related symptoms
(r = −0.45) and turnover intentions (r = −0.56), and positively
with job satisfaction (r = 0.50).
Test of Hypotheses
Mediation Hypothesis
Hypothesis 1 predicted that LMX mediated the relationship of job
insecurity with work-related outcomes (work-related symptoms,
job satisfaction, and turnover intentions). After controlling for
covariates, the results showed that job insecurity had indirect
effects on independent variables via LMX in the expected
direction (b = 0.39 for work-related symptoms, b = −0.36
for job satisfaction, and b = 0.33 for turnover intentions),
and in all cases, bootstrapped 95% CI did not include zero
([0.30, 0.48] for work-related symptoms; [−0.45, 0.28] for
job satisfaction; [0.26, 0.41] for turnover intentions) (see the
upper part of Table 3). Consequently, LMX partially mediated
the job insecurity-outcomes relationship. Hence, Hypothesis
1 was supported.
Moderation Hypothesis
Hypothesis 2 predicted that POS moderated the relationships
of LMX with work-related outcomes. As can be seen in the
lower part of Table 3, the job insecurity × LMX interaction
was found to be significant in predicting work-related symptoms
(b = 0.36) and job satisfaction (b =−0.18) but was non-significant
in predicting turnover intentions (b = −0.01). To probe the
pattern of significant moderation effects, the relation between
LMX and work-related symptoms, and LMX and job satisfaction
were plotted across different values of the moderator (i.e., POS).
Test of simple slope revealed that the negative LMX-symptoms
relationship was stronger (t = -12.33, p < 0.001) under low POS
(-1 SD), but weaker (t = −2.00, p = 0.04) under high POS (+1
SD) (see Figure 2). Similarly, but in the opposite direction (see
Figure 3), simple slope test revealed that the positive LMX-job
satisfaction relationship was weaker (t = 11.18, p < 0.001) under
low POS (-1 SD), but stronger (t = 4.75, p < 0.001) under high
POS. Thus, H2 was partially supported, highlighting the role of
POS in moderating the effect of the relationship between LMX
and two out of three work-related outcomes.
Moderated Mediation Hypothesis
According to Hypothesis 3, the indirect effects of job insecurity
on work-related outcomes via LMX were moderated by POS.
Results showed that the indirect effect of job insecurity on
work-related symptoms through LMX was stronger for those
with low POS (effect = 0.57, 95% CI [0.44, 0.70]), while it
was weaker for those with high POS (effect = 0.11, 95% CI
[0.04, 0.18]) (see Table 4). Moreover, the moderated mediation
index was significant, yielding a value that did not include 0 in
the CI (index = −0.18, 95% CI [−0.24, −0.13]). Also, results
revealed that the job insecurity exerted an indirect effect on job
satisfaction through LMX and that it was more remarkable for
those with low POS (effect = −0.44, 95% CI [−0.55, −0.33]),
while it was weaker for those with high POS (effect = −0.21, 95%
CI [−0.30, −0.15]) (see Table 4). Furthermore, the moderated
mediation index yielded a value that did not include 0 in the
CI (index = 0.09, 95% CI [0.05, 0.13]). Finally, the conditional
indirect effect of job insecurity on turnover intentions was non-
significant (index = 0.01, 95% CI [0.02, −0.03]) (see Table 4).
Consistent with H3a and H3b, these results confirmed that the
mediated effect of the perceptions of job insecurity on work-
related symptoms and job satisfaction via LMX was dependent on
POS levels, while the conditional indirect effect of job insecurity
on turnover intentions (H3c) was not confirmed.
DISCUSSION
The purpose of this study was to examine the relationship
between job insecurity and several work-related outcomes. As
expected, we found that employees higher in job insecurity
reported higher levels of perceptions of work-related symptoms
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TABLE 3 | Mediation and moderated mediation analyses.
Work-related symptoms Job satisfaction Turnover intentions
95% CI 95% CI 95% CI
Predictors b SE p LL UL b SE p LL UL b SE p LL UL
Results from the mediation model (Model 4)
Job insecuritya 0.54 0.09 <0.001 0.37 0.71 −0.64 0.07 <0.001 −0.78 −0.50 0.64 0.06 <0.001 0.52 0.76
LMXb −0.78 0.07 <0.001 −0.91 −0.64 0.72 0.06 <0.001 0.60 0.83 −0.66 0.05 <0.001 −0.76 −0.56
Indirect effectc 0.39 0.05 <0.001 0.30 0.48 −0.36 0.04 <0.001 −0.45 −0.28 0.33 0.04 <0.001 0.26 0.41
R2 0.40* 0.31* 0.50*
F 56.55 45.31 82.22
Results from the moderated mediation model (Model 14)
LMX −0.68 0.07 <0.001 −0.81 −0.54 0.66 0.06 <0.001 0.54 0.77 −0.61 0.05 <0.001 −0.71 −0.51
POS −0.29 0.05 <0.001 −0.39 −0.19 0.20 0.04 <0.001 0.11 0.28 −0.22 0.04 <0.001 −0.29 −0.14
LMX x POS 0.36 0.06 <0.001 0.25 0.47 −0.18 0.05 <0.001 −0.27 −0.08 −0.01 0.04 0.75 −0.10 0.07
R2 0.47* 0.50* 0.53*
F 55.79 62.87 69.79
N = 510. LMX, leader–member exchange; POS, perceived organizational support. Covariates (age, gender, education, and tenure) are omitted for parsimony. B represents unstandardized regression coefficients with
ordinary least squares (OLS) regression method. aEffect of job insecurity on dependent variable controlling for LMX (path c’). bEffect of LMX controlling for job insecurity (path b). c Indirect effect of job insecurity on
dependent variable (path ab). ∗p < 0.001.
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FIGURE 2 | Impact of leader–member exchange on work-related symptoms
at low and high levels of perceived organizational support. Note: LMX,
leader–member exchange; POS, perceived organizational support.
FIGURE 3 | Impact of leader–member exchange on job satisfaction at low
and high levels of perceived organizational support. Note: LMX,
leader–member exchange; POS, perceived organizational support.
and lower job satisfaction, and are more likely to express higher
intention to turnover. This is line with the previous studies,
which revealed that temporary workers show worse physical
and psychological health conditions compared to those with
permanent contracts (Benavides et al., 2000; Virtanen et al., 2002;
Hall, 2006; De Witte et al., 2015).
The main objective of our research was to assess the
mediating role of LMX in the association of job insecurity with
work-related outcomes. Congruent with our hypotheses, we find
that higher LMX had a mediating effect on lower levels of
perceived work-related symptoms, higher job satisfaction, and
lower intention to turnover.
Previous research has highlighted that LMX is associated
with poor well-being and job satisfaction (e.g., Dulebohn
et al., 2012). Nevertheless, limited research has been conducted
concerning the conditions under which low LMX quality have
their worst effects. This study attempts to fill this gap by
estimating whether the strength of the associations between LMX
TABLE 4 | Moderated indirect effects.
95% CI
Conditional indirect effects
(through LMX)
Coefficient SE LL UL
Work-related symptoms
POS (−1 SD) 0.57 0.07 0.44 0.70
POS (+1 SD) 0.11 0.04 0.04 0.18
Index
Index of moderated mediation −0.18 0.03 −0.24 −0.13
Job satisfaction
POS (−1 SD) −0.44 0.06 −0.55 −0.33
POS (+1 SD) −0.21 0.04 −0.30 −0.15
Index
Index of moderated mediation 0.09 0.02 0.05 0.13
Turnover intentions
POS (−1 SD) 0.30 0.04 0.23 0.38
POS (+1 SD) 0.32 0.05 0.22 0.43
Index
Index of moderated mediation 0.01 0.02 −0.04 0.07
N = 510. LMX, leader–member exchange; POS, perceived organizational support.
and work-related outcomes is conditional upon worker POS.
Results from regression analyses revealed that POS moderates
the relationship of LMX with work-related symptoms and
job satisfaction. Particularly, workers who feel low support
from their organization are more susceptible to perceive more
symptoms related to their work activity and being unsatisfied
of their job as a result of low levels of LMX quality. This
finding is consistent with Loi et al.’s (2011) results that
insecure workers were more responsive to the support gained
from supervisors.
Finally, we found that POS moderates the indirect effect of
job insecurity through LMX on two out of three work-related
outcomes, namely, the work-related symptoms and the job
satisfaction. These findings highlight that low LMX quality,
following from high job insecurity, is more likely to escalate into
work-related symptoms and into lowering job satisfaction under
low POS levels; conversely, detrimental and mediated effects of
job insecurity on well-being and job satisfaction via LMX may be
further attenuated under high POS condition.
Therefore, LMX and organizational support should be
considered when developing organizational intervention
programs and strategies intended to promote employees’ health
perceptions, in particular under higher job insecurity condition,
since the importance of considering the subjective dimension
of this construct (e.g., De Witte, 2005) improves the quality
of exchanges in organizations and thus increases favorable
work-related factors, protecting them from negative ones.
It is worth mentioning some limitations to this study,
mainly due to its cross-sectional nature, which makes it difficult
to infer causal relations among variables, albeit the causal
relations were derived from theoretical constructs and previous
research. Therefore, further research should consider prospective
longitudinal studies over time. However, recently Spector (2019)
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has effectively argued how “longitudinal design to reflect causality
has been overstated and that it offers limited advantages over the
cross-sectional design in most cases in which it is used” (Spector,
2019, p. 125). Also, it is worth nothing that some intercorrelations
between constructs range from moderate to high. Nevertheless,
CFAs provided support for the hypothesized six-correlated-factor
model. So, despite the high correlations between some variables,
the constructs are not identical and it is possible to consider
them separately.
Anyway, these results have several implications for HR
management. Particularly in times of economic crisis, when
permanent contracts are difficult to obtain, results showed
that stimulating the LMX, under the more general condition
of a perceived support from the organization, could increase
satisfaction and health. From this point of view, the quality of
LMX becomes more important when job security is inadequate;
under this condition, high-quality LMXs become crucial for
organizations attempting to improve employees’ well-being and
satisfaction. In line with our results, when workers have feelings
of job insecurity, the promotion of LMX under high levels of POS
is particularly effective.
DATA AVAILABILITY STATEMENT
The datasets generated for this study are available on request to
the corresponding author.
ETHICS STATEMENT
Ethical review and approval was not required for the study on
human participants in accordance with the local legislation and
institutional requirements. The patients/participants provided
their written informed consent to participate in this study.
AUTHOR CONTRIBUTIONS
GD contributed to conceptualization, writing—original draft
preparation, and data analysis. GV contributed to writing—
review and editing. DA contributed to data collection and
writing—review. All authors contributed to the article and
approved the submitted version.
REFERENCES
Arbuckle, J. L. (2011). IBM SPSS AMOS 20 User’s Guide. Armonk, NY: IBM.
Avallone, F., and Paplomatas, A. (2005). Salute Organizzativa [Organizational
Health]. Milan: Cortina.
Benavides, F. G., Benach, J., Diez-Roux, A. V., and Roman, C. (2000). How do types
of employment relate to health indicators? Findings from the second European
survey on working conditions. J. Epidemiol. Commun. Health 54, 494–501.
doi: 10.1136/jech.54.7.494
Bowling, N. A., and Hammond, G. D. (2008). A meta-analytic examination of
the construct validity of the michigan organizational assessment questionnaire
job satisfaction subscale. J. Vocat. Behav. 73, 63–77. doi: 10.1016/j.jvb.2008.
01.004
Cammann, C., Fichman, M., Jenkins, G. D., and Klesh, J. (1983). “Michigan
organizational assessment questionnaire,” in Assessing Organizational Change:
A Guide to Methods, Measures, and Practices, eds S. E. Seashore, E. E. Lawler,
P. H. Mirvis, and C. Cammann (New York, NY: Wiley), 71–138.
Cheng, G. H.-L., and Chan, D. K.-S. (2008). Who suffers more from job insecurity?
A meta-analytic review. Appl. Psychol. 57, 272–303. doi: 10.1111/j.1464-0597.
2007.00312.x
De Cuyper, N., Bernhard-Oettel, C., Berntson, E., De Witte, H., and Alarco,
B. (2008). Employability and employees’ well-being: mediation by job
insecurity. Appl. Psychol. 57, 488–509. doi: 10.1111/j.1464-0597.2008.
00332.x
De Cuyper, N., and De Witte, H. (2007). Job insecurity in temporary versus
permanent workers: associations with attitudes, well-being, and behaviour.
Work Stress 21, 65–84. doi: 10.1080/02678370701229050
De Witte, H. (1999). Job insecurity and psychological well-being: review of the
literature and exploration of some unresolved issues. Eur. J. Work Organ.
Psychol. 8, 155–177. doi: 10.1080/135943299398302
De Witte, H. (2005). Job insecurity: review of the international literature on
definitions, prevalence, antecedents and consequences. SA J. Ind. Psychol. 31,
1–6. doi: 10.4102/sajip.v31i4.200
De Witte, H., De Cuyper, N., Handaja, Y., Sverke, M., Näswall, K., and Hellgren,
J. (2010). Associations between quantitative and qualitative job insecurity
and well-being: a test in Belgian banks. Int. Stud. Manag. Organ. 40, 40–56.
doi: 10.2753/IMO0020-8825400103
De Witte, H., and Näswall, K. (2003). ‘Objective’ vs ‘subjective’ job insecurity:
consequences of temporary work for job satisfaction and organizational
commitment in four European countries. Econ. Ind. Democr. 24, 149–188.
doi: 10.1177/0143831X03024002002
De Witte, H., Vander Elst, T., and De Cuyper, N. (2015). “Job insecurity, health
and well-being,” in Sustainable Working Lives: Managing Work Transitions and
Health throughout the Life Course, eds J. Vuori, R. Blonk, and R. H. Price
(Dordrecht: Springer), 109–128. doi: 10.1007/978-94-017-9798-6_7
Di Stefano, G., Venza, G., Cascio, G., and Gaudiino, M. (2018). The role of
organizational trust and organizational support on employees’ well-being. Med.
Lav. 109, 459–470. doi: 10.23749/mdl.v110i6.7389
Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., and Ferris, G. R.
(2012). A meta-analysis of antecedents and consequences of leader-member
exchange: integrating the past with an eye toward the future. J. Manag. 38,
1715–1759. doi: 10.1177/0149206311415280
Eisenberger, R., Cummings, J., Armeli, S., and Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfaction. J. Appl.
Psychol. 82, 812–820. doi: 10.1037/0021-9010.82.5.812
Eisenberger, R., Huntington, R., Hutchison, S., and Sowa, D. (1986). Perceived
organizational support. J. Appl.Psychol. 71, 500–507. doi: 10.1037/0021-9010.
71.3.500
Erdogan, B., and Enders, J. (2007). Support from the top: supervisors’ perceived
organizational support as a moderator of leader-member exchange to
satisfaction and performance relationships. J. Appl. Psychol. 92, 321–330.
doi: 10.1037/0021-9010.92.2.321
Flickinger, M., Allscher, M., and Fiedler, M. (2016). The mediating role of leader-
member exchange: a study of job satisfaction and turnover intentions in
temporary work. Hum. Resour. Manag. J. 26, 46–62. doi: 10.1111/1748-8583.
12091
Gerstner, C. R., and Day, D. V. (1997). Meta-analytic review of leader–member
exchange theory: correlates and construct issues. J. Appl. Psychol. 82, 827–844.
doi: 10.1037/0021-9010.82.6.827
Graen, G. B., and Uhl-Bien, M. (1995). Relationship-based approach to leadership:
development of leader-member exchange (LMX) theory of leadership over 25
years: applying a multi-level multi-domain perspective. Leadersh. Q. 6, 219–247.
doi: 10.1016/1048-9843(95)90036-5
Griep, Y., Kinnunen, U., Nätti, J., De Cuyper, N., Mauno, S., Mäkikangas, A.,
et al. (2015). The effects of unemployment and perceived job insecurity: a
comparison of their association with psychological and somatic complaints,
self-rated health and life satisfaction. Int. Arch. Occup. Environ. Health 89,
147–162. doi: 10.1007/s00420-015-1059-5
Griffeth, R., Hom, P. W., and Gaertner, S. (2000). A meta-analysis of antecedents
and correlates of employee turnover: update, moderator tests, and research
implications for the next millennium. J. Manag. 26, 463–488. doi: 10.1016/
s0149-2063(00)00043-x
Frontiers in Psychology | www.frontiersin.org 8 July 2020 | Volume 11 | Article 1329
fpsyg-11-01329 July 4, 2020 Time: 17:41 # 9
Di Stefano et al. Insecurity, LMX, and Work Outcomes
Hall, R. (2006). Temporary agency work and HRM in Australia: “Cooperation,
specialisation and satisfaction for the good of all”? Pers. Rev. 35, 158–174.
doi: 10.1108/00483480610645803
Hayes, A. F. (2013). Introduction to Mediation, Moderation, and Conditional
Process Analysis: A Regression-Based Approach. New York, NY: Guilford Press.
Hayes, A. F. (2018). Partial, conditional, and moderated moderated mediation:
quantification, inference, and interpretation. Commun. Monogr. 85, 4–40.
doi: 10.1080/03637751.2017.1352100
Heaney, C. A., Israel, B. A., and House, J. S. (1994). Chronic job insecurity among
automobile workers: effects on job satisfaction and health. Soc. Sci. Med. 38,
1431–1437. doi: 10.1016/0277-9536(94)90281-x
Hellgren, J., and Sverke, M. (2003). Does job insecurity lead to impaired well-being
or vice versa? Estimation of cross-lagged effects using latent variable modelling.
J. Organ. Behav. 24, 215–236. doi: 10.1002/job.184
Joelson, L., and Wahlquist, L. (1987). The psychological meaning of job insecurity
and job loss: results of a longitudinal study. Soc. Sci. Med. 25, 179–182.
doi: 10.1016/0277-9536(87)90386-8
Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., and Amick, B.
(1998). The job content questionnaire (JCQ): an instrument for internationally
comparative assessments of psychosocial job characteristics. J. Occup. Health
Psychol. 3, 322–355. doi: 10.1037/1076-8998.3.4.322
Lapierre, L. M., and Hackett, R. D. (2007). Trait conscientiousness, leader–member
exchange, job satisfaction and organizational citizenship behaviour: a test of
an integrative model. J. Occup. Organ. Psychol. 80, 539–554. doi: 10.1348/
096317906X154892
Loi, R., Ngo, H.-Y., Zhang, L., and Lau, V. P. (2011). The interaction between
leader-member exchange and perceived job security in predicting employee
altruism and work performance. J. Occup.Organ. Psychol. 84, 669–685.
doi: 10.1348/096317910x510468
Mobley, W. H., Horner, S. O., and Hollingsworth, A. T. (1978). An evaluation
of precursors of hospital employee turnover. J. Appl. Psychol. 63, 408–414.
doi: 10.1037/0021-9010.63.4.408
Muse, L. A., and Stamper, C. L. (2007). Perceived organizational support: evidence
for a mediated association with work performance. J. Manag. Issues 19,
517–535.
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. (2003). Common
method biases in behavioral research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.
88.5.879
Preacher, K. J., Rucker, D. D., and Hayes, A. F. (2007). Addressing moderated
mediation hypotheses: theory, methods, and prescriptions. Mult. Behav. Res.
42, 185–227. doi: 10.1080/00273170701341316
Probst, T. M., Petitta, L., Barbaranelli, C., and Lavaysse, L. M. (2018).
Moderating effects of contingent work on the relationship between job
insecurity and employee safety. Saf. Sci. 106, 285–293. doi: 10.1016/j.ssci.2016.
08.008
Reisel, W. D., Probst, T. M., Chia, S.-L., Maloles, C. M., and König, C. J. (2010). The
effects of job insecurity on job satisfaction, organizational citizenship behavior,
deviant behavior, and negative emotions of employees. Int. Stud. Manag. Organ.
40, 74–91. doi: 10.2753/IMO0020-8825400105
Schlossberg, N. K., and Leibowitz, Z. (1980). Organizational support systems as
buffers to job loss. J. Vocat. Behav. 17, 204–217. doi: 10.1016/0001-8791(80)
90005-6
Settoon, R. P., Bennett, N., and Liden, R. C. (1996). Social exchange in
organizations: perceived organizational support, leader–member exchange, and
employee reciprocity. J. Appl. Psychol. 81, 219–227. doi: 10.1037/0021-9010.81.
3.219
Shoss, M. K. (2017). Job insecurity: an integrative review and agenda for future
research. J. Manag. 43, 1911–1939. doi: 10.1177/0149206317691574
Spector, P. E. (2019). Do not cross me: optimizing the use of cross-sectional designs.
J. Bus. Psychol. 34, 125–137. doi: 10.1007/s10869-018-09613-8
Sverke, M., Hellgren, J., and Näswall, K. (2002). No security: a meta-analysis and
review of job insecurity, and its consequences. J. Occup. Health Psychol. 7,
242–264. doi: 10.1037/1076-8998.7.3.242
Vander Elst, T., Richter, A., Sverke, M., Näswall, K., De Cuyper, N., and De Witte,
H. (2014). Threat of losing valued job features: the role of perceived control in
mediating the effect of qualitative job insecurity on job strain and psychological
withdrawal. Work Stress 28, 143–164. doi: 10.1080/02678373.2014.
899651
Venza, G., and Cascio, G. (2019). Organizational perceived support and well-
being: a review of the recent literature. Psicol.Della Salute 2019, 43–63.
doi: 10.3280/PDS2019-001003
Virtanen, P., Vahtera, J., Kivimäki, M., Pentti, J., and Ferrie, J. (2002). Employment
security and health. J. Epidemiol. Commun. Health 56, 569–574. doi: 10.1136/
jech.56.8.569
Volmer, J., Niessen, C., Spurk, D., Linz, A., and Abele, A. E. (2011). Reciprocal
relationships between leader–member exchange (LMX) and job satisfaction: a
cross-lagged analysis. Appl. Psychol. Int. Rev. 60, 522–545. doi: 10.1111/j.1464-
0597.2011.00446.x
Wayne, S. J., Shore, L. M., and Liden, R. C. (1997). Perceived organizational support
and leader-member exchange: a social exchange perspective. Acad.Manag. J. 40,
82–111. doi: 10.5465/257021
Yas¸lıog˘lu, M., Karagülle, A. Ö., and Baran, M. (2013). An empirical research on
the relationship between job insecurity, job related stress and job satisfaction in
logistics industry. Proc. Soc. Behav. Sci. 99, 332–338. doi: 10.1016/j.sbspro.2013.
10.501
Zeytinoglu, I., and Cooke, G. B. (2005). Non-standard work and benefits: has
anything changed since the Wallace report? Relat. Ind. Ind. Relat. 60, 29–63.
doi: 10.7202/011538ar
Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.
Copyright © 2020 Di Stefano, Venza and Aiello. This is an open-access article
distributed under the terms of the Creative Commons Attribution License (CC BY).
The use, distribution or reproduction in other forums is permitted, provided the
original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No
use, distribution or reproduction is permitted which does not comply with these terms.
Frontiers in Psychology | www.frontiersin.org 9 July 2020 | Volume 11 | Article 1329
